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AC 6.1

Learning and development opportunities may be useful for the sales assistants and for Clean Quarter Ltd. Despite the potential benefits of learning and development research suggests that the percentage of corporate turnover spent on learning and development activities is relatively low. For Clean Quarter Ltd and its Sales Assistants, learning and development activities could allow the sales assistants to share experiences and best practices, enhance their knowledge and skills, encourage teamwork and further learning in the future. These in turn can be beneficial to Clean Quarter Ltd by having a more highly skilled workforce, allow sharing of knowledge and experiences, have a workforce more cable of performing well and meeting the needs of customers and have employees with the potential to move into higher roles in the future.
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Developmental needs can arise for many reasons. It may be due to deficiencies in the recruitment process leading to candidates lacking the necessary knowledge or skills. However, recruitment of individuals without all of the desired knowledge and training can also take place due to a shortage of those skills and knowledge within the job market and because it is not always necessary to have all of the desired knowledge and skills if the organisation’s intention is to provide sufficient training.
Developmental needs can also arise due to changes in technology, the market, legislation, changes in customer expectations and needs. Changes to technology for example may lead to changes to work practices such as increased use of Information technology for carrying out tasks, administration and communication which requires employees to undertake training to learn how to utilise the new technology efficiently.  Changes in technology can also impact on how customers are interacted with in terms of advertising, placing and fulfilling orders and managing online perceptions and reputation on social media. All of these may require additional training by employees.

Developmental needs may also arise due to changes in legislation. The changes may relate to consumer rights, health and safety, equality or many other areas which may necessitate the workforce to complete learning and development activities to ensure the organisation is complying with the new legislation.

An employee may require additional learning and training to respond to gaps identified during appraisals as part of preparation to progress into other roles in the future. This is also beneficial for the organisation as it enables better workforce planning and employee retention.
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Facilitation is a method of learning whereby learners are engaged by a facilitator who’s role is to facilitate the desired learning by asking questions, encouraging participation and helping learners to learn. This is used for group learning or collaborative tasks and seeks to use an interactive method of learning.

Coaching is different from facilitation in that it is usually used in a one-to-one context rather than with groups. The coach helps direct and monitor learning which is focused towards acquiring specific skills or achieving a specific goal. Mentoring is similar to coaching and typically relies on a more experienced employee working alongside the learner in order to share knowledge and skills.
Training is the teaching of specific skills and tasks directly related to a job role such as how to process a delivery, use a specific piece of software or how merchandise stock. The training is focused on how to correctly do a specific work task correctly rather than acquiring skills or knowledge more generally.
Learning and development can take place face to face, online or as a blended combination of the two. Face to face learning and development involves one to one or group learning taking place in person in the workplace, classroom or other forum. Online learning and development involves the use of interactive online tools to facilitate learning. This can be online webinars, group training and courses. Blended learning offers elements of both face to face and online learning and development to integrate the advantages of both.

Learning and development may be synchronous in which all learners (face to face, online or blended) take part together on a set schedule at the same time. Asynchronous learning is where an individual learner undertakes learning and development under their own time and schedule (often online).
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When planning learning and development activities it is important to consider how the needs of individual learners can be accommodated to ensure they can participate effectively in those activities. It is important to consider the existing level of skill and knowledge of learners and to ensure that the learning activity is appropriate in order to build on existing knowledge and skills but remain accessible. If the activity is perceived as too difficult or too easy it may discourage participation in future learning and make the activity less effective. Some learners may be neurodiverse and may need the activities adapted to ensure inclusivity and that the opportunities are as accessible as they would be to non-neurodiverse learners. The timing of activities should be considered to accommodate individuals who may have religious or cultural commitments and also where individuals may have child care responsibilities during school holidays. Physical access to venues should be considered as well and where individuals may have difficulty in attending a physical venue, access online to the event could potentially be offered.

Where there are natural variations in willingness to participate this can be addressed in a number of ways. Firstly, by encouraging a culture of ongoing learning and development within the organisation, secondly by making it clear what the organisation’s expectations regarding learning and development from the outset and by differentiating mandatory training from training which can be optional. In this way essential training can always be completed whilst encouraging the uptake of as much additional training for individuals who wish to develop their knowledge and skills further.
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One method for assessing the effectiveness of learning and development activities is the Kirkpatrick model developed by Donald Kirkpatrick. This model suggests that there are four aspects which should be considered when assessing the effectiveness of learning activities:

Reaction – this refers to how learners react to and feel about the activity they have taken part in.

Learning – this is the extent to which learners have actually learned the desired skills or knowledge.

Behaviours – this refers to whether learners have actively utilised what they have learned in the workplace.

Results – this is the extent to which the changes in behaviour and application of learning in the workplace by learners has positively impacted the organisation.

Reaction may be assessed by participation and satisfaction surveys to determine how learners feel about the activity. Learning may be assessed by having learners undertake a quiz/test or questionnaire before and after the activity to compare results. Behaviour would need to be monitored in the workplace in the time following the learning activity.

Results could be assessed by looking at organisation outcomes and results most closely linked to the subject of the learning activity to see if there is an improvement.

Another model which can be used is the monitoring and evaluation model. This involves taking a series of baseline measurements of knowledge, ability, engagement and performance before the activity and then repeating these measurements afterwards to assess the impact and effectiveness of the learning activity against previous measurements and the desired outcomes.
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